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. MORALE AND TEACHER SEPARATION AND 1
' RETENTION IN BUREAU OF INDIAN AFFAIRS SCHOOLS

- George A. L:e'\‘e\nwovﬂ\m
moe\% ()ldahun'\m,
The Bureau of Indlan Affalrs 1s one of the nation's largest employers

of teachers and faces a substantial teacher retention and recruitment
problem since many of its schools are located in quite remote areas. The
BIA is charged with the responsibility of proyiding an education to those
Indian children not attending public, private, or mission schools. In
order to gain a perspective of the educational task of the BIA one should

know that according to the publication, Statistics Concerning Indian

Education (1968), 142,530 Indian students, ages 6-18 years, were enrolled
in school. This represents 57.4% of the Indian children of school age.
Of the 142,630 students, 61.3% attended public schools, 6% attended private
and mission schools, and the remaining 32.7% attended federal BIA schools.
In 1968 tne BIA operated 226 schools with a total enrollment of
51,596, and 18 dormitories for 4,204 Indian children who attended public
schools, The BIA employs about 2,400 professional teachers and 450 admini-
strative and supervisory educational personnel. There are agency schools
throughout the country. School enrollments range from.2,100 at Intermountain
School in Utah to 10 at the Birney Day Schooi iﬁ Montana.
In order to maintain an adequate staff, the Bureau estimates that it

has to make 1,000 nffers to prospective teachers in order to £ill the

1PapPr presented to the American Educatlonal Research Association,
New York, February, 1971.
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approximately 600 elementary and secondary teaching positions that it has
v
available each year. The current recruitment quota of 600 is necessary
to maintain a full compliment of 2,400 teachers. The Bureau's studies of
teacher separation rather consistently indicate an annual turnover rate
of 23-25 per cent. A large proportion of the annual turncver rate of
23-25 ﬁer cent may be attributed to the loss of approximately 41 per cent
of the first-year teachers (personal communication from the BIA). Some
turnover in a professional staff is normal because of new professional
opportunities, promotion, transfers, retirement, death and a number of
other intervening factors. The relevant question is what is "normal"

turnover and what is "excessive"

turnover. Obviously, normal turnover
is not an absoiute rate but is contingent upon a number of factors such
as morale, salary, career patterns, living conditions, organizational
structures, and not least of all the supply and demand of teachers in
the job marketplace.

The problem of excessive teacher separation is particularly important
to the BIA schools whose local conditions require considerable inse;vice
training of new personnel. In nearly every school district, public,
federal, or private, however, it is necessary to provide the new teacher
with some formal introduction to the 1oca1 operation. Thus, for the BIA,
and for public school districts as well, the problems of recruiting new
teachers and of preparing them to work in the local schools represent
a major investment. Perhaps more important, the discontinuity endangered
oy teacher turnover may have a major impact upon thé academic progress
of students, The success of an educational program is to a largé degree

contingent upon the competéncy of the professional staff. An excessively
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high rate of turnover usually lessens the efficiency and weakens the
cohesiveness of the educational organization, both of which may affect

the achievement of the student and the morale of the staff.

,/.‘

y N PURPOSE

The cost of training new teachers in the BIA schools is very expen-
sive both from an administrative and student point of view, and the concern
of the BIA over the poor retention of first-year teachers stimulated the
inception of the present study. The project was funded by the U. S. Office
of Education on July 1, 1969. The explicit purpose of the project was to
study teacher separation among the first-year Bureau of Indian Affairs

teaching perscanel,
PROBLEM

The problem of the study might be stated as follows: What are the
factors contributing to a newly appointed teacher resigning during or
following one year of service; or conversely, what are the factors
contributing to a newly appointed teacher remaining for g second year

of service?

In an attempt to clarify some the terminology used in this study,
the following terms and their definitions will be used (NEA Research
Bulletin, 1968):

Teacher turnover: Turnover is a very general term gnd it may refer
to a variety of things, such as: movement of teachers in and out of
teaching, feacﬁers.quitting their jobs, moving from one school to another,

entering the profession for the first time or after an interruption.

ERIC 4
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Teacher separation: Separation refers tc a teacher leaving a specific
school regardless of the cause or where the teacher's destination,

Teacher mobility: Mobility refers to teachers who are geographically
mobile but continue to be educators.

Teacher loss: This refers to teachers who leave the teaching profession.

The project was designed to be exploratory in nature, therefore no
specific hypotheses were made. The research literature was consulted,
however, in order to provide direction to the research and an explanatory

framework for the results.
RESEARCH LITERATURE

The research literature on teacher turnover, loss, mobility and
separation as well as on retention reveals that the problem of teacher
mobility and retention is not a 'mew'" problem. It seems, however, that
until the last decade teachers weré supposed to go into their classrooms
following graduation from an éppropriate institution of higher education
and not emerge again until they were ready for retirement. The questions
regarding teacher morale, job satisfaction, teacher productivity, teacher
mobility, or teachers leaving the teaching field were seldom raised. It
is probably safe to assume that teachers of twenty years ago and teachers
of today seldom go off to their classrooms aﬁd happily devote their lives
to the education of their students. It is much more realistic to realize
tilat some teachers move from school to school in a form of horizontal
mobility. Other Leachers are involved in a vertical mobility that reduires
moving out of the classroom and into more financially rewarding educational

professions (e.g. guidance and administration). Other teachers leave the
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teaching progession after only a few years in the classroom, some of these
return after they have raised their families but many of the men never
return.

' There are a number of approaches that can be taken in summarizing
the relevant literature on teacher sepsfatisn sna retention. The first
aqd most direct way is to simply list those faéfors that have been shown
to relate to the problem. Nelson and Thompson (1963) provide a list of
the factors that influence teachers to leave their classrooms after one
year of teaching. The factors are: (1) Salary, (2) Teaching loads,
(3) Assignments beyond regular classroom teaching, (4) Inadequate super-
vision, (5) Poor teaching assignments, (6) Discipline problems, (7) Pressure
groups, (8) Poor @ental hygiene, (9) Marriage, (10) Inadequate preparation
of major or minor field of study or knowledge of subject, (11) Inability
to handle classes, {12) Teacher evaluation, (13) Inadequate facilities,
(14) Poor faculty relationships, (15) Lack of opportunity to develop new
ideas, (16) Routine clerical duties, (17) Competition between schools
and industry for trained personnel, (18) Poor school boards, and (19).Health.
It is obvious from the preceeding list of factors that teacher mobility
is a multifaceted problem. The nineteen factors that contribute to first-
year teachers' resignations might just as easily be reconceptualized as
factors underlying the following aspects of a teaching position: rrcruit-
ment, teacher's personality, children in the classroom, administrétion,
school system, geographic locale, job market, and ecological factors
(unique combinations of the above factors that cause the behavioral setting
to take on different meanings, Barker, 1968).

A second way to summarize the research literature is to take a theoret-
ical orientation and to depend upon the major theories in the field to
o summarize the relevant literature. In the area’of work motivation Herzberg,

ERIC
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Mausner, and Snyderman (1959) have made some of the major contribution..
Herzberg suggested those factors associated with job satisfaction (satis-

fiers) are generally associated directly or indirectly with job activities

such as: achievement, recognition, the work itself, responsibilities,... . ... .

and advancement. The factors associated with job dissatisfactions (dis-
sqtisfiers) are usually extrinsic to the work itself and are primarily
associated with the job context rather than the job activities. Examples
of dissatisfiers would be institutional or organization policy and admini-
stration, supervision, interpersonal relations, and working conditions.
Using Maslow's (1954) hierarchy of needs as a reference Herzberg indicated
the satisfier factors (Lhose associated with the job activities) serve the
individual's need to use an occupation to further pérsonal growth (self-
esteem and self-actualization). On the other hand,'the dissatisfier
factors (those associated with the job condition's) operate as a supporting
base for the satisfier factors (provide the lower needs). The dissatis-
fier factors may not bring about positive satisfaction but they can operate
to prevent dissatisfaction.

éimply dichotomizing the factors im the work situation into satisfiers
and dissatisfiers does not provide an adequate explanation of why individuals
are satisfied or dissatisfied because it ignores individual differences.
Herzberg attempts to account for the person: :naracteristics of individuals
by referring to "motivation seekers'" and "maintenance seekers." The motiva-
tion seekers are.individuals'who_are primarily motivated by the satisfier
factors such as responsibility, achievement, advancement and 6ther job
related activities; The maintenance seekers, on the other hand, tend to
be more motivated by the factors associated with the job context such as
working conditioné, pay; supervision and policy.

When Herzberg's theory is summarized, two factors associated with

Il
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the job emerge (satisfiers, dissatisfiers) and two factors associated
with personality characteristics emerge (motivation seekers, maintenance

seekers). Herzberg's theory will be used in a heuristic way to assist

..in daterpreting the.regults, . . ..o

Another approach to teacher mobility and retention is through the
career patterns cf male and female teachers. Charters (1967) has been
involved with research dealing with teacher mobility and summarized the

career patterus of male and female teachers quite well.

"The female has made up her mind to become a teacher
before leaving lhigh school; she obtains a bachelor's degree
and immediately takes her first teaching job., If not already
married, she marries soon and continues in her first position
for two, tiree, or four years, then she leaves the position
to bear and raise children. She is now in her middle 20's.
When her last child is old enough te go to kindergarten--
ten or fifteen years later--she may return to classroom
teaching. If she does return, the odds are strong that she
will remain in teaching, and teach in the same school system,
until she reaches retirement age.

Male teachers decide to enter their field sometime after
high school graduation and are older than females by the time
they are ready to take their first job., They remain in class-
room teaching for g longer period of time than their female
counterparts, possibly changing schools once. In the mean-
time, they work at jobs outside public education after school
hours and during the summer. When they are in their 30's,
male teachers swarm out of classroom teaching either into
non-public school occupations or, for a smaller number, into
school administration., They never return to the classroom.

Those are the dominant career patterns for men and women.
They describe anywhere from 60 to 75 per cent of the persons
entering public education at mid-century." p. 184.

In an attempt to explain some of the factors underlying the dominant

career patterns of men and women teachers Carters offers the following

explanation.
"The career pattern for women, I believe, will be under-
stood in terms of the cultural and subcultural norms .” socilety;

the career pattern forgmen, in terms of conventional economic
forces." p. 186. = ‘

8
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In clarifying what he means by dominant career patterns and deviations
¥
from them Charters continued:
: “The problem-of understanding why “individuals deviate from

the prevailing patterns involves another approach. For this

we need to consider such matters as the person's motives and

attitudes, his socializing experiences, the peculiarities of

his location within the social and economic system, and the

unusual pushes and pulls he feels from his friends, colleagues,

and the circumstances of work, The conceptual apparatus for

explaining individual deviations is a microscopic, social-

psychological one; and the research methods are the ones

already in use by educational investigators--the questionnaire

and interview and small-scale social analysis.'" p. 185.

Charters' conceptualization of teacher separation in terms of the
dominant career patterns and Jdeviations from it provides an excellent
research framework. The present study utilizes Charters' framework and
conforms to many of his suggestions. In the results and discussion
sections of this report the findings of this study will be related to
the dominant career patieruns of male and female teachers. Obviously,
dominant career patterns do not account for all of the teacher mobility,
so the present study employed interviews and questionnaires in an attempt

to assess the unique factors that exist within a teacher's environment

that contribute to teacher separation.
METHOD

The present investigation was an exploratory study whose purpose was
to isolate some of the factors related to the separation ard retention
of first-year teachers in the BIA schools. The general methodology employed
involved interviewing and administering questionnaires to groups of first-
yeaf teachers before they began teaching and re-interviewing and re-admini-

stering the questionnaires during the latter part of the school year. The
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pretest and posttest data along with some demographic data was used in
comparing those teachers who resigned during the first year or at the end

of the first year with those who remained for a second year.

Comparison Groups. The sample for this study consisted of two groups
of schbols. |
B 1; The BIA schools serving the Navaho Indians in northern Arizona,

New Mexico, and Colorado (Gallup area).

2. The BIA schools serving the Sioux Indians in North and South

Dakota (Aberdeen area).

In the 1969-70 school year the BIA hired two hundred ninety-five new
teachers for the Gallup area and sixty-six new teachers for the Aberdeen
area. Seventy-eight new teachers were selected for study from the Gallup
area and forty-nine new teachers from the Aberdeen area were selected
for study. In the Gallup area seventy-four additional first-year teachers
were given the pre-questionnaire even though they'were not in the sample
interview. The Aberdeen area sample represents almost all the first-year
teachers that attended the pre-service week at Wahpeton, North Dakota,
during August, 1969. The Gallup area sample is a random sample chosen:
from the list of registrants that attended the pre-service week at Ft.
Windgate in August, 1969. (See Figure 1 for the geographic areas repre-
sented by Gallup and Aberdeen).

The individuals selected to be in the comparison groups were the
ones that were interviewed and completed‘questionnaires during the 1969-70
school year. These two groups (Gallup, Aberdeen) were each divided into
two sub-compariéon éroups on the basis of those teachers who resignéd
during or after o©ne year of”teaching and those who remained for a second

year. So, for the purpose of analysis the following comparison groups

i0o
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ERIC '



O

ERIC

Aruitoxt provided by Eic:

-11-

were used: Gallup: Comparison Group 1, those who remained for a second
<

year; Comparison Group 2, those who resigned during or after one year of

teaching; Aberdeen: Comparison Group 3, those who remained for a second

year; Comparison Group 4, those who resigned during or after one year

of teaéhing.

Data Collection Instruments. The major instruments utilized in the

collection of data on the first year teachers were a framed interview

and a questionnaire. Secondary sources of data on the first-year teachers
were: personnel records, supervisors ratings, and telephone interviews,

A written and pictoral description was also made of all the BIA schools
and communities visited by the research assistants.

The pre-iﬂterview was designed to elicit information on the following
topics: 1., expectations of position, 2. expectations of student relation-
ships, 3. expectations of teacher-supervisor relationships, 4. expecta-
tions of community setting, 5. professicnal expectations, 6. professional
activities, 7. quality of training. 7The post-interview covered the same
topics but was reworded slightly,

The pre and post questionnaires contained 87 items dealing with the
major topics of: role of the classroom teacher, perception of tearhing,
supervisory staff, working conditions, social and cultural conditions
near the school, professional training as a teacher, recruitment of that
person, orientation to the BIA schools. Each of the 87 items were responded
to in terms of "whal exists" and "what should exist" for that particular
item. The‘discrepancy between "what exists" and 'what shbuld exist" on
each of the items served as a measure of the potential dissonance for

the individual.

12
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The personnel records came from a variety of sources and provided
information such as: type cf school attended, age, and position with
tihve BIA. The opinion of‘some of the first-year teachers' supervisors was
obtained during the latter part of the school year on a one page supervi-
sor's‘rating form. Some of the first-year teachers who resigned folliowing
their Eirst year of service were contacted by phone and briefly interviewed.

Procedure. Work on the Teacher Mobility and Retention Study began
in July, 1969. The initial data gathering activities were conducted
during August, 1969. Interview teams were sent to Wahpeton, North Dakota,
and Gallup, New Mexico, to interview a sample of teachers preparing to
teach for the first time for the BIA., During the one-week orientations
the two samples (Aberdeen and Gallup) were intervieWed_and given a teacher
questicnnaire referred to as the "Teacher Mobility and Retention Question-
naire.”

Dufing December, 1969, a second questionnaire identical to the one
adminitstered in August was sent to the North Dakota and New Mexico samples.
The return on the questionnaire was fair, but we were unable to locate
some of the teachers because they had been transferred, resigned, or chose
not to return the questionnaire. |

The second major data collection took place March 21-27, 1970. Two
interview teams were sent out--one to the Gallup area and another to the
Aberdeen area. Letters were seant to the teachers in the two samples prior
to the interview teams' arrival; however, this did not preclude our‘being
unable to interview many of the teachers in our original August sample.
The interviewers reinterviewed the available teachers in the samples and

had the teachers fill out the "Teacher Mobility and FRetention Questionnaire."

13
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During this time each teacher's cupervisor was given a supervisor's rating
sheet and asked to evaluate the teacher.

The research staff received from the Gallup and Aberdeen offices a
list of the first-year teachers who terminated their appointments with
the BIA during the 1969-70 school year. The individuals on these lists
sefved-as the criterion comparison group against which comparisons were
made to those first-year teachefs who remained with the BIA for a second
year of employment,

Many of the individuals who resigned were contacted during October
and briefly interviewed over the telephone as to their final reasons
for terminating employment with the BIA.

The two criterion groups of first-year teachers that was established
(those who resigned from the BIA during their first year--and those who
remained for a second year of serﬁice) served as tne basis for most of

the analyses,
RESULTS

The project on which this paper is based terminated January 1, 1971.
The data collected during the study is presently in many different stages
of analysis. ' The findings reported in this section of the paper represent
the results of some of the preliminary analyses and should not be considered
as conelusive. The complete data analysis is to be completed by March 1,
1971, and the complete results of the study will be available at that time.
This paper focuses primarily upon the questionnaire (Teacher Mobility and
Retention Questionnaire) employed in the project and upon some of the demo-

graphic characteristics of the teachers in the study.

14
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In the'thool year 1969-70 the BIA hired 510 new teachers and 183
of these resigned during or after one year of service. Table I srovides
a summary of those who resigned and those who remained for a second year
of service. It should be noted that 36 per cent of the first-year teachers
resigned’and that this is slightly less than the 40-41 per cent teacher
se?arafion that the BIA has experienced in the past. The Aberdeen and
Gallup areas were the focus of concern for the present study and the
percentage of teachers resigning from these two areas (Gallup 35 per cent
and Aberdeen 33 per cent) do not differ greatly from the national
percentage of 37 per cent.

The percentage of resignations by area of assignment and sex of the
teacher is dis#layed in Table II. Of the 510 teachers hired by the BIA
in 1969-70 there were 210 men and 300 women, this represents 41 per cent
(male) and 59 per ceut (female) of the total sample. During or after
the first year of teaching 68 (32 per cent) of the men resigned and
142 (68 per cent) remained for a second year. Of the 300 women teachers
115 (38 per cent) resigned and 185 (62 per cent) remained for a secgnd
year of service. A Z test for proportions was performed comparing male
and female teachers on the basis of whether they had resigned or remained
for a second year of service. The Z test was not significant (p € .05)
but did approach significance at the p € .10 level. The trend toward
more women resigning than men is consistent with the findings of other

studies (Pederson, 1970; Charters, 1970).

Questionnaire. The "Teacher Mobility and Retention Cuestionnaire"

was given to the first-year teachers in the Gallup and Aberdeen areas in
August and December of 1969 and March of 1970, The questionnaire contained

items relating to the following topics: role of the classroom teacher,

15
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perception of teaching, supervisory staff, working conditions, social
p

and cultural conditions, professional training, recruitment procedure,
orientation to BIA schools. The format of the questionnaire is unique,

in that a teacher has to respond to each item in terms of "what exists"
and ''what should exist.” On each questionnaire item a five-point scale
is_pro?ided for responding to ''what exists" and a five-pointi scale is
provided for responding Lo '"what should exist." The questionnaire data
can be analyzed in terms of the exists scores, should exists scores or

the discrepancy scores (difference between exists and what should exists).

Factor analysis. A principle components factor analysis was performed

on the August (Ql) and December (Q2) questionnaires. Four separate factor
analyses were Eonducted. One factor analysis was performed on the "exists"
scores and another factor analysis was performed on the '"should exist"
scores for both Ql and Q2. The August questionnaire (Ql) N=199 yielded
ten factors for the "what exists" scale and five factors for the '‘what
should exist" scale. The December questionnaire {Q2) N=181 yielded thirteen
factors for the ”wﬁat exists'’ scale and eight factors for the ”what_sﬁould
exist" scale. A comparison of the questionnaire items contained in the
four major factors for the "what exists" scales and the two major factors
on the 'what should exist" scales revealed that the questionnaire items
found in the factors in Ol were also found in the same factors in Q2.
The factors fesulting from the four factor analyses also ciosely parallelled
the existing headings of the questionnaire. The closest agreement between
the questionnaire headings and the factors cccurred on the following headings:
supervisory staff, social and cultural conditions near the school, professional
training as a teacher, recruitment procedure, corientation to BIA schools.
The questionnaire headings that weré composed of a number of different

o factors were the role of the classrqom teacher, ‘and perception of teaching.

ERIC '
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Meaas and standard deviations. The means and standard deviaticns

of each of the 37 qﬁestianna{re items were odbtained for both of the
compariscn groups (remoined, yesigned). Table IV (see Appendix) displays
the means and standard deviations of the questionnaire items fer both

the “what existg" and "what should exnist" scales for the August guestion-
naires {Ql)..ﬂr Table V (see Appendix) contained the same information as
Teble IV but is based on the deta from the Désembeb—qngstionnaire Q2).
A visual eomparizon was made between the crite?iom groups on the bases

of their mean values for ‘the "exists" and “should exist" scales for both
QL and 02, An asterisk appears beside the guesrionnaire items that

have differing mean values for the comparison groups,
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TABLE III

Classification of the Two Criterion Groups (Resigned, Remained)
by Means of Multiple Discriminant Function Analyses 1

Resigned who Resigned who Remained who Remained who Percentage
were correctly were incorrectly were correctly were incorrectly of correct
classified as classified as classified as classified as classifica
Analyses resigned remained " remained resigned ion (Hits)
1. Q1 (August) 33 18 100 48 67%
"What Exists"
Scales 1-87
N=199
2. Q; (August) 34 17 100 48 67%

"What Should Exist"
Scales 1-87
N=199

3. Q2 (December) 23 12 65 35 65%
"What Exists" :
Scales 1-87

N=135

4. Qy (December) 24 11 69 31 69%
-"What Should Exist"
Scales 1-87

N=135

1. Dixon, W. J., Editor, Biomedical Computer Programs, University of
California Press, Los Angeles, 1970.
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Discriminant function analysis. A multiple discriminant function
K

analysis using the criterion groups of those teachers who remained and
those who resigned was conducted using twenty-five of the questionnaire
items. The twenty-five items were selected on the basis of their high
loadings on the major factors of the August (Ql) and December (Q2)
questionnaires. Table III displays the result of the four discriminant
function anélyses and thF percentage of correct classifications. Each

of the four analyses indicate that about 67% of the teachers were correctly
classified into the criterion groups of resigned and remained on the basis

of their responses to the questionnaire items.
DISCUSSION

In order to place the teacher separation and retention problem of the
BIA schools into perspective it is necessary to report some national and
state statistics.

The December, 1968, NEA Research Bulletin indicates that nationally
approximately 15 per cent of the nation's population of public schopl'
teachers either move out of the profession or to a different job each
year. The Bulletin also reported a survey which attempted to determine
some of the differences that existed between those teachers who had been
employea in 1965-66 and céntinued to teach at the same school during
1966-67 and those who were no longer at the same school in 1966-67.

Of the teachers that remained in their present school for a second year

of service {old-timers) 63 per cént had 5 years or more of teaching experi-
_ence. Of the teachers who left (short-timers) after teaching 1965-66 and
either moved to another school or out of the profession, 58 per cent had

less than 5 years of teaching experience and of the short-timers 46 per

E l(:_nt were an average of 25.34 years old. Thus, ‘in terms of the NEA survey

A appears that the younger teachers w1th less experience are more mobile.
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A greater understanding of teacher termination and retention may be_
obtained by considering several studies that have been conducted at the state
level. Pederson (1970) found that from 1965-66 to 1966-67 only 80 per cent
of Michigan's public school teachers were retained. TFour per cent of the
mobile teachers migrated to other public school districts, but the other
sixteeﬁ per cent dropped out of the teaching profession. Pederson found
that age was highly related to teacher mobility, in that the younger
faculty were m;fe mobile. Sex was also a very important variable in
predicting turnover, with young females accounting for a major part
of the turnover. Other factors that were related to teacher turnover were:

1. Level of Degree. The acquisition of a graduate degree resulted
in higher retention rates for the majority of females and older males,
but it appeared to accelerate an exodus from the profession by younger
teachers and young middle-aged men. .

2. Institutional Training. School systems that employed large
numbers of teachers from the higher status Michigan universities and colleges
experienced high retention rates. |

3. Training. School systems which had a large ﬁumber of personunel
with minimal levels of educational preparation had a higher rate of tﬁrnover.

4, School Location and Size. School systems in urban areas experience
greater teaclier retention.

A study conducted in Oklahoma by'the Oklahoma Public School Research
Council (1970) focused on "Mobility in the Educatiom Profession." 1In
general, the study found that younger females were the poorest risks for

long-term employment.

22



Whitener (1965) studied teacher survival in the St. Louis area
and found that by the end of the fifth year of teaching, 80% of the
entering teachers were gone. She made the point that this attrition rate
was heavily influenced by the personal attributes of age and sex and that
an administrator could reduce teacher turnover simply by hiring older
teachefs, and especially avoiding youﬁg female teachers.

A recent study of teacher furnover was conducted in Oregon by
W. W. Charters (1970) and offers in addition to some interesting results
a lucid approach and interpretation of the factors affecting teacher
survival. Charters found that two personal attributes--age and sex--were
the factors which correlated most strongly with job survival. Items such
as community conditions, supervisory practices, work conditions, salary
levels, etc., were not found to be correlated with turnover. Some of
Cnarters more pertinent conclusions are:

1. Males have a longer survival rate than females (4 out of 10 males
remained in ome district 5 years or more with only 3 out of 10 females
remaining in the same distrdict).

2. Age at time of employment is strongly related to the female
survival rate but only weakly to the male survival rate.

3. School district size is directly related to survival of males
but indirectly related to survival of females.

4; Neither teaching level or amount o7 experience (with age, sex
held contrast) was related to survival rate,

5. Found what they termed a "survival effect" which occurs sometime
during the fifth year. It is proposed that teachers develop an "Investment"
in their district over a period of time and this is a very important item
in determining the survival rate. It is interesting toc note that after

Q ur years of teaching only 40 per cent of the males and 30 per cent of

ERIC |
03
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the femiales remained for a f£ifth year. In fact, after the first year of
¥

teaching only 80 per cent of the men and 65 per cent of the women remained

for a second year of teaching. The Oregon data only confirms the trend
in the other national and state data reported which suggests a teacher
turnover of around 15-25 per cent.

Tée preceeding literature suggests that the poorest risk for reten-
tion might conform to the following composite: a young single woman with
a bachelor's degree, minimél training, no previous experience, located
in a small rather isolated school. The question may now be raised regarding
the king of teacher population from which the BIA recruits.

In order to maintain a staff of 2,400 the BIA must recruit approxi-
mately 600 new employees each year. Of the 800 positions available approxi-
mately 60 per cent are for Elementary Teacihers, 15 per cent for Guidance
Counselors, 15 per cent for Secondary Teachers, and 10 per cent for Training
Instructors (Kindergarten). The greatest number of individuals recruited
will be working in grades K-8, approximately 75-85 per cent, since many
of the Cuidance Counselors work with children K-~8.

The responsibility for recruiting is divided between two groups, the
Teacher Recruitment Unit and the Interagency Board of U. S. Civil Service
Examiners. The Interagency Board receives and reviews applications from
individuals who are interested in teaching at the Secondary and/or Post
High School level. The Interagency Board is responsible for recruiting
less than 100 (about 15 per cent of the total annual recruitmentL) new
teachers each year. The Interagency. Board usually has an abundance of

applicants from which to choose and in view of the present growing teacher

surplus they should have ample applicants in the future. The Teacher

RIC
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Recruitmgnt Unit is responsible for recruiting Elementary Teachers and
Guidance Counselors. The responsibility of the Teacher Recruitment Unit
is rather large since they recruit 450-500 new teachers each year
(approximately 75-85 per cent of the total annual recruitment).

The Teacner Recruitment Unit of the BIA reliés upon campus interviews
as its.main means of recruiting and therefore contacts mostly new college
graduates., Since 75-85 per cent of the first-year teachers must work at
the elementary level that usually means recruiting females. Recruiting
females from a population of new college graduates means that most of them
are either single or just newly married. The BIA first-year teacher usually
has a bachelor's degree, minimal training for working with Indian children,
and no previous teaching experience. The young girls are then placed
in a small remote BIA school.

The BIA schools overall teacher turnover of 23-25 per cent and 36-41
per cent for first-year teachers should not be surprising because it appears
that they are recruiting from a high risk population and then placing
their recruits in 2 high risk envirdnment. Thus, one way of improving
moraie and preventing poor performance or separation is to recruit frdm'

a population that has characteristics that are compatible with the work
setting. Another way to maintain morale is to reduce the dissonance that
exists in the employee's minds between '"what exists'" and "what should

exist'" in the work situation and the factors related to the work situation.

29
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TABLE VI

Questionnaire Items on Which

Comparison Groups Differed (QI -

Does exist to:

Very high degree

High degree

Moderate degree

Low degree

No appreciable degree

U W

the

August)

Should exist to:

. Very high degree

High degree

Moderate degree

Low degree

No appreciable degree

“n SN
.

5 When the teacher makes an administrative
decision concerning a pupil, the adminis-
tration supports that decision.

22 teachers holding an academic degree
are better prepared to teach than persons
rot holding such a degree

25 I see the teaching process changing as
students ask for greater relevance.

31 I have received a clear understanding of
the goals and objectives of my school,

34 they respect my teaching ability and allow
me a great deal of initiative,

71 I was aware of the working conditions
in the bureau schools before I accepted my
position.,

74 the recruitment literature utilized by
BIA was very effective in portraying a
realistic view of my school location and

my professional duties.

6 a teacher makes minor repairs of class-
room equipment.

21  school prepares students to function
adequately in our society.

22 teachers holding an academic degree
are better prepared to teach than persons
not holding such a degree.

25 I see the teaching process changing as
students ask for greater relevance.

32 1 have been able to turn to them for
assistance in solving some of the student
problems that I encounter.

39 the in-service training programs were
well received by the teachers.

57 I am able to continue my professional
education at a nearby college or university.

59 I knew my subject matter quite well.

69 I had a choice of school assignments
at the time I was recruited and believe
every effort was made to assign me to
that location.’

70 I was aware of the isolation factors of
my school location before accepting the

position.

72  the conditions I encountered were very

' much like those explained to me by the

recruiter.
75 I understood the steps in filling out

the various forms and knew what to expect
in terms of the time it would take to

process the forms.




TABLE VII

Questivnnaire Items on Which the

Comparison Groups Differ (QIL1 - December)

Does exist to:

. Very high degree

High degree

Moderate degree

Low degree

No appreciable degree

w o w N
.

Should exist to:

. Very high degree

High degree

Moderate degree

Low degree

No appreciable degree

[CIF S R
.

a teachers often make administrative
decisions that affect their own class

26 school is really nothing more than a
daycare center for some of the older
children.

53 there are enough social activities
connected with the school so I am able

to participate with the other teachers in
social function.

61 I had developed the type of personality
that fits into the classroom situation.

67 the person who recruited me was very
enthusiastic about the bureau's educational
system.

80 I understood the tribal organization.
83 I understood the organization of the
BIA and how education fit into the bureau's

organizational structure.

86 I understood the commuaity in which I
would be living and working.

6. a teacher makes minor repairs of class-
room equipment.

46 1 have adequate equipment and supplies
for carrying out my teaching assignment.

27
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TABLE 1V~ o , .28

MEANS AN STANDARD DEVIATIONS ON THE "WHAT EXISTS" AND
"WHAT SHOULD EXISTS'" SCALES ON QUESTIONNAIRE I
.FOR THE TWO COMPARISON GROUPS

What Exists What Should Fxiat
Resigned N=51 Remained N=14Y Res pned N+l Rems fuad N«14H

ND desn sh Mean: SD Mean sh Menn )
1| 3.0588 0.9468 3.0138 | 0.8659 2.1176 11427 L i2.0000° | .0.9n74
2 3.1765 - 0.7129 3.0215 0.9591 207784 0.8909 20277 1.0306
271 3.1700 1.0029 7.84997 0.9802 3.0196 L.009h 3.1004 1.0179
4| 27600 1.0797 2.5073 0.9126 1.7551 0.R044 1.8055% 0.0627°
5% 2,47T06 1.0267 2.08264 1.0196 3.08823 0.908R 3e 7365 leOl2¢,
&4 2.47200 08352 24748 0.8874 2.3000 0.8144 2.5918 1.004%2
7 3.0392 le2484 31586 1a1647 l.7843 1.0063 la 7415 1.0474
81 3.27200 1.0554 3.1862 1.0273 2.3137 1.2081 2.1959 1.0213
9| 2.9200 1.1925 2.9514 1.1425 3.6274 0.7736 | 3.4558 0.8854
10 2e9412 l1.1386 2.8958 0.9875 1.7200 0.7010 la 7639 0.8608
11] 2.3000 0.9742 2.4652 1.1089 1.3725 0.6917 1.6598 1.0034
12| 2.3800 0.8203 2.4195 0.8673 1.7647 0.8623 1.8707 0.9011
3] 1.9804 0.9271 2.0563 | 1.0503 2.2200 ~0.8873 2.4041 1.0277
14 24400 0.9293 2.4138 0e947T1 1.8823 0.8402 1.9728 0.9359
15| 2.R163 0.8821 2.6853 0.9225 1.8039 0.800% 1.8979 0.9417
16 2.7000 1.0152 27034 0.9583 3.8823 1.1251 3.7162 1.3043
17 2.6400 1.1386 2.4315 1.0299" 4.1000 1.0351 "3.9594 1.0996
131 3.4400 - 122480 3.2978 1.0872 1.5882 '0.8044 | 1.84l4 ' 1.0845
19] 3.1000 1.0738 3.0890 1.0166 2.5490 1.2540 | 2.4207 1.2944
20| 3.4000 1.0498 3.2152 0.8541 . 2.9600 1.2282 2.9503 12497
2% 2.8235 1.2281 7.6575 1.1292 3.2549 1.3243 3.7483 1.1518
225\ 3,3265 1.0080 3.0791 1.1168 1.6274 0.7200 1.9383 0.9629
23 28400 0.9553 3.0411 10230 4.,5882 Q.7791 4.,3862 1.1004
24| 2.9600 0.9681 2.8125 0.8191 2.2941 0.9443 | 2.2569 0.9293
25% 3,0800 1.1036 3.4166 1.1677 1.2353 0.4284 1.5170 0.8629
26| 3.0600 0.9127 3.0352 0.9024 . 1.4902 "0.7035 1.5764 0.8327
271 2.5208 1.0516, 2. 6457 1.0510 139721 Q6026 1.577T4 0.8859
281 2.6531 1.0907 2.6474 1.0416 1.7333 0.55%8 15959 0.9583
29 2.7083 1.1843 2.6714 1.0825 1.3921 0.6349 1.6293 0.6396
30| 3.1400 1.3250 3.0620 1-.1915 16531 0.8304 1.7234 0.9644%
31% 24444 0.9898 2.7368 l1.1139 l.3921 0.6026 1.5815 0.8877
32|*2.4545. 1.1093 2.6691 1.0558 1.6800 0D.T407 2.1357 1.0122
23] 2.3778 1.0289 25379 | 1.0586 1an200 0.6728 1.6670 0.8992
34|% 23778 0.9603 77710 0.988R9 1.5294 |  0Q.7577 1e 7465 0.9158
35{ 2.2826 1.0036 2.5395 1.0444 1.5510 0.6789 1.8227 0.9804
36] 2.4130 0.9563 206408 1.0059 le5417 0.6829 .| 1.8059 0.8712
AT 3.0227 1.1307 2.9477 1.0500 2.6863 l.1915 2.7042 1.2192
381 2.6591 1.0103 2.86461 0.9289 37708 1.1530 3.8510 1.1080
391 2.6170 0.9902 2.8309 0.9472 1.7600 0.9161 2.0416 1.0503
401 3.0000 le1421 2.9313 1.2038 1.3200 D.5511 1.5%447 0.85349
411 2.7551 1.2671 2.6338 1.1879 1.3800 0.6024 1.5959 0.8597
42| 2.5102 1.1748 2.7500 1.1677 1.3400 0.6581 1.5714 0.9216
43] 2.4889 1.0579 24822 N0.9681 1.3191 0.5153 1.5314 0.8624
o 1.1202 3.0000 1.1832 19957 0.9007 1.7029 0.B747

1 2774 ~ ®nsr01 Y.1IR7? 1034669 _025999 3 £noc A narso
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TABLE Ty CONTINUED 29

MEANS AND STANMDARD DEVIATIONS ON THE "WHAT EXISTS" AND
"WHAT SHOULD EXISTS" SCALES ON QUESTIONNAIRE I

; .FOR THE TWO COMPARISON GROUPS
What Exists ] What Should Exist
ki Resigned N=51 Remained N=148 Resigned N=51 Remained N=148
Mean SD Mean SD Mean SD Mean SD
45 249302 r.tagy 3.1518 1.0541 le 5306 D.54HH lebtn4 Oetthy2
A7 2.0816 1.2203 24267 1.2250 1.5000 046776 | la6041 0.8627
E0 242826 0.9348 242465 0.9978
4% 2.2593 1.112% 2.253% |- 140275
[
* . .
':_S‘(l‘ 3.2?08 101622 3.31'1-04, 2.06’12 '10 8930 Ol7"29 2- !.l'l'ﬁﬂ 0-9783
55 3.16458 La1483 3,124 1.2254 1.8723 - 0.7407 2.0827 | 0.9465
36 2.9362 1.162% 3.07285 10590 1.8125 0.7043 1.9861 | 0.8361
STh 2.8979 10848 | 2.94655 1.2100 1.9184" 0.7313 242365 | 0.9502
S8 3.4587 132040 | 3.3914 Le3164 17551 0.6624 1.9794 1.0067
59 2.9352 1.1307 3.0137 1.089n0 1.7143 - 0.6124 2.0204 | 0.7398
A% 2.2600 Da9216 P4 3904 1a0128 14600 0.5789 1.5918 0.8661
AL 2.5200 0.9089 2.4276 0.9483 1.4800 0.6465 L. 70056 0.9022
521 2,3061 Da7417 2.3261 -1 0.8570 1.5714 0.5770 1.6734 | .G.9003
23 2.6000 1.2122 2.5890 1,136 1.5200 0.7068 Le6643 0.9248
AAL 2.8600 1.33295 2.9189 1.2858 1.5200 0.6773 1.6758 0.8888.
58] 2.0816 0.9539 22986 0.9167 1.3877 0.5707 1.6713 | 0.8540
551 - 244275 0.9655 | 2,3472 0.8389 1.4792 0.5831 1.6041 | .0.7864
A7) 2l.Q000 1.0690 2.2876 Lal505 2:3469 0.9026 262426 1.0353
58] 241274 1.23725 | 2.08017 - | 1.0924 le 7234 0.7431 17629 | 0.9558
A9 3.7755 1a 5447 3.6938 Le#4B33 1.8979 0.9841 2.3379 1. 1620
TOK 3,.4375 16231 34657 | LlaA4tl 1.8958 1.0156 242394 La2142
TIF 2.0800 1.2913 2.1986 1.3727 14400 0.7329 l.6389 0.9207
T2 2.9800 | 1.3323 | 2.4251 1.3553 || 1.4200 | 0.6728 1-7241 | 0.9316
73] 2.8261 lal612 2.26066 12975 1.6304 0.T7T105 1.7591 0.9036
T4k T 1.9362 1.13207 2.3154 1.2328 124468 0.6188 1.7077 0.9017
THF 3.0625 YTe24nT 301267 L1.1352 144792 | 0.6520 1.8071 0.9513
T6l 3.2245 1.3427 3.1468 1e2274 1.5510 0.6789 | 1.rO28 0.9244
7 3.3265 1.2481 2.2014 1.2/97 16939 0.8945 1.8369 0.9608
78l 3.18327 l.252¢ 2.9436 1.3878 1.5306 0.5488 1. 7305 08773
7 2.6939 1.1938 2.8194 1e2217 1.6326 0.7273 L7482 0.9305%
a0l 3.1428 1.2748 2.9920 1.2147 15510, | 0.6145 1.7202 0.8992
2Ll 3.0704 1.0702 2.0277 1a1278 1.6122 0.7308 1.8541 N.9532
221 2.1087 1.1781 3.0902 1.0769 1.5208 0.7143 1.7708 0.9660
23] 2.9375 1.0398 2.8391 1.0322 1.5918 0.7047 1.7708 | 0.9660 .
e&l 2.8g0N0 0.9823 2.8380 1.0220 1.7800 0.7083 1.9290 0.9384
7o 2.4200 L0708 | 2,60%4 10211 1.4600 0.7343 | 1.6922 | 0,9585
PGl 2.0000 1.106% 1.8461 1.0022 1.4600 0.6131 1.5555 | 0.8002
3T 3.0200 0.9998 2.8671 1.1703 1.5000 0.6145 1.7394 0.8224
o




MEANS AND STANDARD DEVIATIONS ON THE "WHAT EXISTS'" AND

"WHAT SHOULD EXISTS" SCALES ON QUESTIONNAIRE LI

" FOR THE TWO COMPARISON GROUPS

30

What Exists What Should Exist
Resigned N=35 Remained N=100 Resipned N=35 Remwt ined N=100

h1s] tican SD Mean SD ¥ean SD Menn 5D

1| 3.3143 1.1574 3.2525 1.2317 2.0882 0.9001 1.8990 | 0.8511
2 |* 3.2382 1e5187 3.1562 1.2081 2.2941 l.1154 2.0721 | "1.0026
3 ¥ 3.0000 1.3484 3.0909 1.1437 1.8235 0.9365 1.90R1 0.8862
4 2.6£S7 13454 28421 ‘lel422 1l.9429 1.0556 1.8469 0.9121 .
5 2.7143 12265 2.8687 11397 3.3428 0.9056 3.4646 0.9510
6 2.2000 11061 22727 1.1851 19714 0.9231 "le8767 0.7932
7 3.1143 1.1054 3.0300 12749 3.6286 0.9727 3.8400 092920
3 3.3€23 1.2064 3.4536 0.9897 2.6765 Ce9445 2.4948 0.8181
9 3.7143 1.3189 31734 13240 1.9143" Ne8531 1.8367 0,8210
10 36000 1.2880 3.5200 1.1499 26286 0.8075 2.4848 0.9188
11 2.4286 1.1704 2.6734 "1.0232 3.8286 0.6177 3.6161 0.7243
13 2.1429 150331 | 2.1237 ] l.1111% 1.6857 | 0.9000 1.5521 0.8690
14 23143 09933 24271 1.0234 1.7059 0.7190 1.7629 0.7876
15 2e1250" 09419 2.1263 1.0543 2.4375 . 0.9817 2.6316 1.0320
16 2.7714 11137 2.9072 l.0112 ‘242000 0.8331) 2.1237 0.8810
T 3.2000 1.2078 3.0312 1.128% - 2s 1143 0.7960 2.2680 0.8602
18 3.8529 1.1840 38333 1.1394 3.3823 1. 4567 3.5454 1.3723
i9 2.7714 1.0870 21677 leils?2 3.9143 lo1472 4,1010 0.99419
20| 3.5714 1.0371 3.4183 0.8843 . 1.4857 0.7811 1.6666 0.9583
21 2.8286 1.0428 2.6250 11448 24000 1.1682 2.2062 -~ l.1720
22F 2.4118 0.9883 2.6947 0.8751 . 2.0588 1.0428 2.2659 0.9965
23| 3.0€00 0.9211 2.7526 1.0610 3.4571 0.9805 3.4123 1.0969
24 3.1765 11927 3.1855 1.1304 1.9412 11532 2.0000 1.0308
25 3.1470 1.2585 2.9798 1.3091 4.6176 0.5520 4.,5612 0.8003
261" 3.7cs9 1.0597 3.3838 1.0272 ff 2.2353 0.82549 2.4141 0.8573
27 2.5882 143510 27576 13783 l.4118 0.6568 l.4848 0.7195
28| 2.7647 1.2806 2.8469 1.2951 1.6667 0.8539 1.7143 0.7733
29| 3.4412 12837 | 3.3402 | 1.3608 1e4412 0.6602 1.6082 0.7297
30 2.9706 1.3368 3.7929 1e3267 l.4118 0.8209 1.6428 0.8525%
31| 2.7¢s9 13149 2.8889 1.3084 le 4412 0.6126 1.6969 | 0.7620
32 3.1471 15001 3.1818 1.2806° 1.7059 0.9055 1.8081 0.8290
33} 2.2€47 1 3098 2.3434 l.1443 1.5294 0.7876 l.6464 0.7328
34| 2.6471 1.2764 2.7576 1.2129 2.0294 . 1.058% | . 2.0707 0.8719
35] 2.6471 1e4117 2. 7374 1.3139 1.5882 0.8570 1.5979 0.7727
36| 2.73s3 1.4628 2.6701 1.2806 1.5588 0.6602 1.7347 0.7673
37| 3.3823 1.4145 3.4845 1.3159 1.8788 0.9604 1.8969 0.7703
38] 3.8212 11635 34687 1.1872 1.9062 0.8175 2.0737 0.8536
39| 2.7714 141653 | 2.9794 1.0702 2.9429 1.3048 342210 1.2392
40| 3.4412 1.2356 3.2737 1.2415 46,2059 1.0380 3.9473 1.0854
41| 3.0294 1.2182 %+ 0510 1.2131 1.8571 0.9121 1.8556 0.9241
42] 3.3714 1.0314 342600 1.1774 1.4000 0.7746 1.6500 g-ggz;
43| 3.0z94 1.3593 3.1111 1.1508 1.5000 O-g?fg ;-;;;; it
“49 32857 124093 ?-f?§?4 }‘?Z}? : 1-4286 Q=804 1:53nn~ 0:758?
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TABLE V CONTINUED

"WHAT SHOULD EXISTS" 'SCALES ON QUESTIONNAIRE 1I

L]

FOR THE IWQO COMPARISON GROUPS
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: What Exists What Should Exist
1 Resigned N=35 Remained N=100 Resigned N=35 Remained N=100
Yean SD Mean SD Mean SD Mean SD
ask: 3 .4571 1.4821 - 3.7083 1.1231 LebBYS ! Ley0UU laY791 VeYtrz2
-a7i 2.02%4 1.2182 2.2828 Y1.1784 1.6176 0.8170 1.7374 0.8155
agl 2.st143 10947 2.3163 1el178 1.6857 0.6761 1.8469 0.7371
nol 2 .7714 12522 2.535%3 Le2143 1.828646 0.8907 1.7091 0.8341
S0| 2.6286 11903 2.5656 '1.23285 1.9429 0.9684 1.843% 0.7872
51} 3.2000 1e3460 3.2600, 1.2603 1.8857 0.7960 1.%2200 D.7688
52 3.7428 1.1966 34747 1.1280 2.3235 D.9119 2.3535 0.8842
S35 .5312 1.2439 J.1414 Le2618" 1.9697 D.8472 2.1515 0.8252
54l 3.0588 | 10714 - 33030 1.1558 2.1176 Ne9775 2.252¢ 0.8372
558 3.p383 13040 304400 1.2253 2.0606 ‘0.8638 2.0707 0.7458
S6] 344706 1426510 3.4949 1.2566 2.0000 0.9211 1.9800 0.8285
57 3.4118 le0185 3.2727 1.0284 2.0588 0.8856 2.0505% 0.28002
SOl 2.5254 Ne2919 244100 0.9959 1.7714 D.8075 1e7200 07759
50 2.5714 14037 . R.P222 D.7897 1.7714 0.8774 1.7070 0.745¢F
.,51 B p_.egé7 12549 25300 11322 1.7428 0.9185 16600 Q6840
82] 3.342¢8 1e&t74) 341200 1.2575 1.8286 0.9849 1.38400 0.T067
52 2.4C0C 0.9456 22500 0.8087 1.7428 0.7005 1.7000 Ceb6742
Aal ReSTl4 09482 Z2aftlhl 0.8208 la 7143 0.7101 1. 7200 0.6975
55 240571 1.1617 1.9899 11111 25143 1.0947 2.3505 09133
66] 1.€€43 Qe7845 "2.2184 11756 19310 0.7987 1.9647 0.8924
A7I* 3 e5143 1.7213 3.8384 lat121 2-057]: 1.0556 2.1515% 0.9935
65 35000 1.6002 36122 1‘359’} . 1.97056 100201’ i 21237 0.9383
30] 2.4706 13537 2.3737 1.2593 1.6176 0.8533 161061 0.7520
7ol 3.5714 1.2435 34040 1. 1945 1.6000 0e8117 1e 7143 0.7733
71 3.5000 1.1963 3.5275 1.2233 l.7419 0.8332° 1.7935 0.8456
72 2.1111 069740 24000 1.1568 1.6429 0.6215 1.8117 0.89%0
73] 2.51851 11758 3.5000 0.9514 17647 0.8549 1.7604 0.7913
74l 3.3028 1.2113 T 3e3A6Q 1.2108 1.8857 0.9000 "1.8571 0.7995
750 2.7143 1.1775 342402 10981 le7714 10314 1.9091 0.7436
76| 31176 1.2972 3.1875 12675 1.8823 0.8444 1.8350 0.7455
771 2.7714 1.1903  2.960%4 l.1280 19429 0.8726 1.8673 0.7948
781 2.0E57 1.1472 29694 1.2053 1.9429 - 0.R023 1.7245 0.7703
TOl 3.1143 1.2549 3.0000 0.9689 1.8286 "0.9231 1.9192 0.7650
80 {*3.22€6 1.0025 2.0400 10400 1.8823% O« BA444hH 1.9081% Q0.T8T6
1] Pe9714 D.8907 ?.9899 1.0151 1.8000 0.6325 1.9889 0.7810
2| 2.3428 0.8382 3.3232 0.9458 1.9143 0.8869 2.0606 0.7931
B83|n3,14671 1.0768 2. 7653 0.9284 1.8286 0.8570 -1.8384 0.7383
84| 2.2000 0.9010 2.2828 1.0694 1.6857 0.7960 1.7677 0.7260
a5 3.2857 1.0167 342727 1.0382 | 1.8571 0.8793 1.9596 0.781%
96 |¥2.4206 1.1450 2.9880 1o 1684 }.9?14 0.9544 2.1212 0.8363
87| 2.9143 1.2689 2eH56% 1.0218 Le8571 0.9121 1.9596 0.7814
'/’-ﬂl."
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